Introduction
Happiness is typically defined by how people experience and evaluate their lives as a whole. 1 Since the majority of people spend much of their lives at work, it is critically important to gain a solid understanding of the role that employment and the workplace play in shaping happiness for individuals and communities around the world.
In this chapter, we focus largely on the role of work and employment in shaping people's happiness, and investigate how employment status, job type, and workplace characteristics relate to measures of subjective wellbeing. Nevertheless, it is important to note from the onset that the relationship between happiness and employment is a complex and dynamic interaction that runs in both directions. Recent research shows that work and employment are not only drivers of happiness, but that happiness can also itself help to shape job market outcomes, productivity, and even firm performance.
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The overwhelming importance of having a job for happiness is evident throughout the analysis, and holds across all of the world's regions. When considering the world's population as a whole, people with a job evaluate the quality of their lives much more favorably than those who are unemployed. The importance of having a job extends far beyond the salary attached to it, with non-pecuniary aspects of employment such as social status, social relations, daily structure, and goals all exerting a strong influence on people's happiness.
The importance of employment for people's subjective wellbeing shines a spotlight on the misery and unhappiness associated with being unemployed. In this chapter, we delve into unemployment and build on the existing research literature to show empirically that individuals do not adapt over time to becoming unemployed and that unemployment can even have a "scarring" effect after regaining employment. The data also show that high unemployment has spillover effects, and negatively affects everyone -even those who are employed. These results are obtained at the individual level but they also come through at the macroeconomic level, with national unemployment levels correlating negatively with average national wellbeing across the world.
We also consider how happiness relates to the types of job that people do. The overarching finding on job type is that data from around the globe reveal an important difference in how blue-collar and white-collar jobs are related to happiness. Even when accounting for any relevant covariates between these two broad categories of job type, we find that blue-collar labor is systematically correlated with lower levels of happiness, and that this is true of all labor-intensive industries such as construction, mining, manufacturing, transport, farming, fishing, and forestry.
In addition to considering happiness differentials between broad categories of job type, we also study job quality by focusing on more specific workplace characteristics and how they relate to employees' happiness. As might be expected, we find that those in well-paying jobs are happier and more satisfied with their lives and their jobs, but a number of further aspects of people's jobs are strongly predictive of varied measures of well-being. Work-life balance emerges as a particularly strong predictor of people's happiness. Further factors include job variety and the need to learn new things, as well the level of individual autonomy enjoyed by the employee. Moreover, job security and social capital (as measured through the support one receives from fellow workers) are also positively correlated with happiness, while jobs that involve risks to health and safety are generally associated with lower levels of subjective wellbeing.
The data used in this chapter are drawn mainly from the Gallup World Poll, which covers over 150 countries worldwide and is representative of 98% of the world's population. Nationally representative samples of people for these countries have been surveyed for most years beginning in 2006. These surveying efforts allow the analyses reported in this chapter to incorporate hundreds of thousands of individual responses that enable us to investigate how employment status and job type measures relate to the wellbeing of respondents. The Gallup World Poll is complemented by the European Social Survey for the analysis of how more specific workplace characteristics relate to happiness, and the German Socio-Economic Panel is used to illustrate dynamics surrounding unemployment and happiness over time.
For the sake of ease, we use the terms happiness and wellbeing interchangeably. However, important differences exist between the different elements that make up subjective wellbeing, and how these relate to employment characteristics. Such differences are captured in this chapter by systematically using a number of measures: life evaluation (by way of the Cantril "ladder of life" 3 ), positive 4 and negative 5 affect to measure respondents' experienced positive and negative wellbeing, as well as the more domain-specific items of job satisfaction 6 and employee engagement 7 . We find that these diverse measures of subjective wellbeing correlate strongly with each other, but that there are nevertheless important differences in how they relate to aspects of work and employment. For example, we find that being self-employed is associated with higher overall life evaluation in most developed nations, but that self-employment is also associated with the heightened experience of negative emotions such as stress and worry.
We conclude the chapter by emphasizing the main results and by suggesting a number of possible subsequent avenues for researchers and policy-makers to consider. Given the importance of employment for happiness, it is evident that even more weight ought to be given to fostering employment, as well as protecting people against the damaging effects of joblessness.
Moreover, policies that promote high quality jobs could be stimulated by, for example, incentivizing employers who provide jobs with working conditions that are conducive to people's wellbeing. The results reported in this chapter provide new empirical evidence for such policies in a global context.
Employment Status and Subjective Wellbeing Around the World
In Figure 6 .1 we present differences in the self-reported wellbeing of individuals around the world according to whether or not they are employed. The bars measure the subjective wellbeing of individuals of working age 8 who are employed (either for an employer or for themselves regardless of whether they work full-time or part-time) and those who are currently unemployed. In all cases where we present either global or regional averages such as these, we weight the averages by national population. 9 As can be seen, the difference in average subjective wellbeing between having and not having a job is very large indeed. This is the case regardless of whether one considers wellbeing measures that gauge life evaluation or positive and negative affective states. In fact, the employed evaluate the quality of their lives around 0.6 points higher on average as compared to the unemployed on a scale from 0 to 10. Equally noteworthy is that individuals who are unemployed report approximately 30 percent more negative affective experiences as compared to individuals that are employed. The notion that employment matters greatly for the wellbeing of individuals is one of the most robust results to have come out of the economic study of human happiness.
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Figure 6.1 presents simply the raw wellbeing differentials between those in and out of work. These descriptive statistics are corroborated in the regression analyses, which break employment status into finer categories and consider men and women as well as different regions separately. Here we are able to control for a number of additional variables in a multivariate regression analysis that may be related to both labor market outcomes as well as subjective wellbeing. These are gender, age (and its squared term), level of education, (the natural logarithm of) income, marital status, and household composition. These variables are included in order to avoid so-called 'omitted variable bias,' in case these demographic variables might be driving both employment and happiness and thus lead us to false conclusions on the relationship between work and wellbeing. Moreover, these regressions incorporate country and year fixed-effects in order to account for the many political, economic, and cultural differences between countries as well as year-to-year variation that would otherwise cloud our interpretation of the relationship between employment and happiness.
In all of our regression analyses throughout the chapter, we standardize the various outcome variables such that they each have a mean of 0 and a standard deviation of 1 in the whole sample. This enables us to more easily compare the magnitude of the coefficients across the different outcomes. The coefficients on each of the employment status indicator variables in Table 6 .1 estimate the difference in standard deviation units of each of the three outcome variables (life evaluation, positive affect, and negative affect) associated with holding that status, as compared to being employed full-time for an employer, controlling for income as well the other demographic variables noted above.
As can be seen, the unemployed evaluate the overall state of their lives less highly on the Cantril ladder, and experience more negative emotions in their day-to-day lives as well as fewer positive ones. These are among the most widely accepted and replicated findings in the science of happiness.
11 Here, income is being held constant along with a number of other relevant covariates, showing that these unemployment effects go well beyond the income loss associated with losing one's job.
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While we are able to control for a number of confounding variables in this analysis, one further important methodological concern is the possibility of so-called 'reverse causality.' Indeed, there is some evidence that the relationship between employment and happiness is dynamic in nature and may run in both directions. That is to say that happier individuals may be somewhat more likely to obtain employment in the first place or that unhappy people may be more likely to lose their jobs. 13 This means that the cross-sectional results reported in this chapterand much of the related literature-cannot be interpreted causally and require this important caveat. Nevertheless, while this important methodological proviso needs to be noted, a number of studies have shown that the damaging effects of unemployment remain large in within-person longitudinal analyses, which hold constant an individual fixed effect, 14 while others have leveraged external employment shocksnamely plant closures -to further demonstrate the causal effects of unemployment on subjective wellbeing.
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If unemployment is so bad, what about parttime work? As one might expect, much depends here on whether one actually wants to work any more hours. If the respondent is underemployed -that is, is seeking to work more hours than they currently do -then, in line with intuition, there remains some scope for happiness gains through increasing their employment. This is not the case for individuals who report actually preferring to be part-time employed. In fact, part-time employed individuals who do not seek more hours of work report greater happiness and less negative experiences (such as stress and worry) as compared to full-time employed people, controlling for income and other confounding variables. As will be noted later, this particular finding applies mostly to women rather than men.
Being self-employed has a complex relationship to wellbeing. 16 While the global data indicate that self-employment is generally associated with lower levels of happiness as compared to being a full-time employee, the follow-up analyses reported later in this chapter show that this very much depends on the region of the world that is being considered as well as which measure of subjective wellbeing is under consideration.
In Figure 6 .2 and Table 6 .2 we investigate whether the relationship between employment and wellbeing varies by gender. Being of working age and out of the labor force has a different effect on the subjective wellbeing of men and women. The data suggest that not participating in the labor market (for example by being a stay-at-home parent, being out of the labor force through disability, or being retired) is worse for the happiness of men than it is for women. Both men and women of working age who are out of the labor force evaluate their lives more negatively than those in full-time work, but the effect is much stronger for men. Moreover, while men in this situation experience higher negative and lower positive affect, there is no statistically significant difference between the daily emotional experiences of women who are out of the labor force and those who are full-time employees. 
Figure 6.2: Subjective Wellbeing and Employment Status by Gender
In line with the existing body of research, the results indicate that unemployment is devastating for the wellbeing of both men and women. Nevertheless, the effects of joblessness tend to be felt more strongly by men. One further notable gender difference regards part-time work. Women who work part-time but who do not wish for any more hours experience fewer negative affective states (such as stress and worry) in their day-to-day lives and more positive ones as compared to full-time employed women, whereas the same is not the case for men.
In Figure 6 .3 and Table 6 .3 we investigate whether the relationship between employment and wellbeing varies by world region. 17 As can be seen in Figure 6 .3, across all of the world regions, we find that individuals in employment generally report higher life evaluation and positive affect than those who are unemployed. The unemployed also report more negative affective experiences across all regions around the world. The magnitude of the regression coefficients on being unemployed reported in panel A of Table 6 .3 does, however, indicate that the strength of the relationship to life evaluation is less pronounced in South Asia and Southeast Asia. Furthermore, panel B in Table 6 .3 shows that for these two regions there does not appear to be a statistically significant relationship between unemployment and positive affective experiences, although panel C in Table 6 .3 notes a significantly higher level of negative affective experiences. Standard errors in parentheses adjusted for clustering at the country level. Outcome variables are standardized to have mean=0 and SD=1. Further controls: log income, education level, marital status, household composition, gender, age and its square. Sample is 21-60 year olds. p < * 0.1 ** p < 0.05 *** p < 0.01.
All models include country and year FEs.
In terms of self-employment, the results reveal an interesting reversal across regions. Being self-employed tends to be associated with higher life evaluation and positive affect (as compared to being a full-time employee) across Europe, North America, Australia, New Zealand, the Commonwealth of Independent States, and East Asia. However, individuals that are self-employed in Latin America, the Caribbean, and Sub-Saharan Africa tend to report lower life evaluation and less positive affective experience. Interestingly, however, although in some regions self-employment is associated with higher levels of life evaluation, most regions do converge in terms of showing that employing oneself and running one's own business is generally associated with the experience of more negative emotions such as stress and worry.
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Unemployment Dynamics and Spillovers
Unemployment is damaging to people's happiness, but how short-lived is the misery associated with being out of work? People tend to adapt to many different circumstances, and unemployment may well be one of them. If the pain is only fleeting and people quickly get used to being unemployed, then we might see joblessness as less of a key public policy priority in terms of happiness. However, a number of studies have demonstrated that people do not adapt much, if at all, to being unemployed. 19 We cannot show this dynamic using the Gallup World Poll, which provides repeated snapshots of countries across the world, but we can instead look to longitudinal data from the German Socio-Economic Panel, which has each year since 1984 surveyed and re-surveyed the same large random sample of the German population.
We are interested in two issues here: adaptation and scarring. First, in Figure 6 .4 we investigate whether people adapt to being jobless as they spend longer and longer out of work. 20 As can be seen, there is a large initial shock to becoming unemployed, and then as people stay unemployed over time their levels of life satisfaction remain low. A second issue is scarring: several studies have shown that even once a person becomes re-employed, the prior experience of unemployment leaves a mark on his or her happiness. Comparing people who are both in work, those who have recently experienced a bout of unemployment are systematically less happy than those who have not.
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As we have seen, being out of a job is detrimental to the subjective wellbeing of the unemployed themselves. What about everyone else? A further canonical finding in the literature on unemployment and subjective wellbeing is that there are so-called "spillover" effects. 22 As we will see in more detail below when we come to examine the effects of specific job characteristics, job security is a key driver of subjective wellbeing. 23 High levels of unemployment can have an indirect effect on those who remain in work, as they increase fear and heighten the sense of job insecurity. Poor labor market conditions tend to signal to those in work that layoffs are relatively commonplace and that they may well be next in line to lose their jobs.
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Figure 6.4: Adaptation to Spells of Unemployment
We can investigate this by turning our attention back to the Gallup World Poll data. We can see in Table 6 .4 that, controlling for one's own employment status, the unemployment of one's peers enters negatively into a subjective wellbeing equation. The unemployment rate is calculated here as the fraction of the labor force unemployed within the respondent's gender, age group (20s, 30s, and so on), country, and year. The negative effect of peers' joblessness can be seen in columns 1 and 2, with the comparison unemployment rate having a negative effect on life evaluation. An interesting new finding here, however, is that while the overall evaluative subjective wellbeing of those who are not unemployed seems to be negatively affected by others' unemployment, their day-to-day experience of life does not seem to be similarly affected in models 3-6 which investigate effects on positive and negative affect.
Although higher unemployment rates have negative spillovers for those still in work, the third row of Table 6 .4 shows the opposite may be true for those who are out of work. This so-called "social norm" effect has been widely shown in the literature. 25 For the unemployed, the individual effects of unemployment are less strongly felt in situations where the local unemployment rate is higher, as in areas of high unemployment the social stigma of unemployment may be lessened while it may also be easier to find social contacts. Much of the existing evidence is focused on a handful of countries and finds significant effects only for men. We are able to show here in a worldwide sample that this social norm effect is present for both men and women: unemployed people evaluate their lives less negatively on the Cantril ladder, the higher the comparison unemployment rate. They also experience fewer negative and more positive emotions in their day-to-day lives. It is worth noting, however, that even at conventionally high levels of unemployment, the overall effect of being unemployed on the individual is still very much negative across all three measures of subjective wellbeing. Our analyses have thus described the damaging effects of unemployment on the individual as well as the negative spillover effects on those around them. This raises the question of wheth- er these broadly negative effects of unemployment also show up in the macroeconomic data. High levels of unemployment have an indirect effect on those who remain in work because they heighten the sense of job insecurity, since generally poor labor market conditions signal to those in work that redundancies are relatively commonplace. If this is the case, we may be able to detect this in the relationship between the unemployment rate and the average wellbeing in a society. Figure 6 .5 shows a scatterplot that maps average wellbeing for most countries in the world against their unemployment rate.
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Although any such bivariate treatment of the relationship between national wellbeing and unemployment is necessarily limited in nature, in line with the analyses that focus on the individual impact of falling unemployed we find a generally negative correlation between unemployment rates and societal wellbeing at the national level. In an online appendix ( Figure  A6 .8), the same cross-sectional relationship is reported by world region. These regional results mostly corroborate the generally negative relationship between national unemployment and subjective wellbeing, with the exceptions of Southeast Asia and Sub-Saharan Africa. The global relationship depicted in Figure 6 .5 is not only found in most regions, but is also present across the entities that make up large nations. For example, it has analogously been shown that this cross-sectional relationship between unemployment rates and average wellbeing is also found when considering the separate states that make up the United States of America. 
Subjective Wellbeing and Job Type
In addition to investigating the importance of having a job, the data also allow us to ask whether different types of jobs are associated with higher or lower levels of subjective wellbeing. The availability of eleven different job types in the Gallup World Poll allows us to gain a sense for which types of employment are more or less associated with happiness across the world. The available categories cover many kinds of jobs, including being a business owner, office worker, or manager, and working in farming, construction, mining, or transport. Figure 6 .6 represents the descriptive data on how these varied broad job types relate to our three main measures of subjective wellbeinglife evaluation, positive affect, and negative affect. The overarching finding here is that the global data reveal an important difference in how blue-collar and white-collar work are related to happiness (also when controlling for any differences in income, as shown below). We find that labor-intensive work is systematically correlated with less happiness and this is the case across a number of labor-intensive industries such as construction, mining, manufacturing, transport, farming, fishing, and forestry. In fact, people around the world who categorize themselves as a manager, an executive, an official, or a professional worker evaluate the quality of their lives at a little over 6 out of 10 whereas people working in farming, fishing, or forestry evaluate their lives around 4.5 out of 10 on average. A very similar picture is obtained when considering not only life evaluation but also the day-to-day experience of positive affective states such as smiling, laughing, enjoyment, or feeling well rested. The data also show the situation is similar when considering negative affective states such as feelings of worry, stress, sadness, and anger. Here we find that professionals in senior roles (manager, executive, or official) experience fewer negative affective states as compared to all other job types.
It is worth noting that we are considering average effects in all of our analyses. While individuals doing some types of jobs are generally more or less happy on average than those doing another type, there will be individual heterogeneity in these effects that we are not able to investigate fully in our analysis. People differ in their interests and personalities, among other things, and a large literature for example on 'job fit' suggests there are few jobs that would be ideal for everyone -certain types of people are best suited to and more able to flourish in different types of jobs.
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It is also of interest to note that classic economic theory would suggest that there should be little difference in the happiness or utility of people with different types of jobs, holding constant their skill level. This is because so-called "compensating wage differentials" or "equalizing differences" should balance the happiness levels associated with the types of jobs that an individual chooses to take on. 29 That is to say that people willing to take on a job that they anticipate is not going to make them happy should be compensated monetarily to the extent that it should at least compensate for the unhappiness associated with that particular job as compared to another job that would have made them happier but with a lower pay attached to it. The empirical case for the existence of such compensating wage differentials is mixed 30 , and while we do not directly address this point in our analysis, we do not appear to observe a strong presence of such compensating differentials in the global data employed here.
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The descriptive statistics shown in Figure 6 .6 represent the raw differences in happiness across job types. Of course, there are likely to be many things that differ across people working in these diverse fields that could potentially be driving these happiness differentials. If we want to have a more precise view of how varied job types actually relate to happiness than we need to hold constant the confounding variables such as the different wages associated with different To account and control for these and other differences we also report a multiple regression analysis in Table 6 .5. In terms of life evaluation and positive affect, these regressions replicate the broad patterns shown in the descriptive statistics shown above. Senior professionals (manager, executive, official) evaluate their lives higher and report more positive affective experiences. The self-reported happiness of office workers (clerical, sales, or service) is significantly lower than their senior colleagues, even controlling for income and other covariates. We find that the association of being in labor-intensive jobs and wellbeing is even greater still.
In an online appendix ( Figures A6.1-3) , we also split these descriptive and statistical analyses on job type and happiness by gender. Although some small differences can be observed, these analyses do little to alter the interpretations from the general trends reported above. The same cannot quite be said of the relationship between job type and happiness, however, when we split the analysis by the world's different regions. As shown in Figure 6 .7, there are some clear differences in life evaluation across regions and job types, as is to be expected, but the trends are somewhat less streamlined as compared to the globally pooled data that was reported on above. Other things equal, senior professionals report the highest life evaluation across all regions (at the notable exception of farming/forestry/fishing workers in North America, Australia, and New Zealand who report equal or higher life evaluation and positive affect). Office workers and manual laborers report lower life evaluation, a trend most pronounced in the MENA, East Asia, and Latin American regions in particular. The figures that represent the relation between job type and positive affect and negative affect are given in the online appendix, along with accompanying multiple regression tables by region. 
Job Satisfaction and Employee Engagement Around the World
The World Happiness Report is mostly concerned with how people experience and evaluate their lives as a whole, rather than domain-specific wellbeing outcomes. The academic literature on the relationship between work and wellbeing, however, has for a long time also considered other measures of wellbeing. The notion of job satisfaction has been widely studied in particular, and more recently the literature has begun to investigate other outcomes such as employee engagement. 32 The Gallup World Poll contains data on both of these domain-specific wellbeing items, and in Table6.6 we report the correlations between the measures of job satisfaction and employee engagement and the subjective wellbeing items that we have employed so far. All these measures correlate with each other to varying degrees and mostly in line with intuition. Being satisfied (as opposed to dissatisfied) with your job is strongly correlated with the Cantril ladder measure of life evaluation, whereas feeling actively engaged with your job is more strongly correlated with positive affect. The strongest relationship across all of these measures of general and workplace wellbeing is that feeling 'actively disengaged with one's job' is most strongly correlated with low job satisfaction. Table 6 .6 we correlate these measures with each other using individual-level responses, in appendix table A6.5 we also examine the correlation of these variables when we consider the unit of analysis to be country-year and look at the correlation of these national average wellbeing measures.
In Figure 6 .8 we map average job satisfaction around the world. Here we color nations around the globe according to job satisfaction. Unlike the general wellbeing measures that elicit a broader scale of responses, the data on job satisfaction refers to a simpler yes/no question. We map the percentage of respondents in work by who reported to be "satisfied" (as opposed to "dissatisfied") with their job. 33 The resulting picture provides a general sense for job satisfaction around the world indicating that countries across North and South America, Europe, and Australia and New Zealand typically see more individuals reporting satisfaction with their jobs. In an online appendix (Table A6 .13), we provide more detailed information on the levels of job satisfaction around the world.
In Figure 6 .9 we move on to consider the global distribution of employee engagement. This survey measure in the Gallup World Poll asks whether individuals feel 'actively engaged,' 'not engaged,' or 'actively disengaged' in their jobs. The results paint a bleak picture of employee engagement around the world. The number of people noting that they are actively engaged is typically less than 20%, while being around 10% in Western Europe, and much less still in East Asia.
The difference in the global results between job satisfaction and employee engagement may partially be attributable to measurement issues, but it also has to do with the fact that both concepts measure different aspects of happiness at work. While job satisfaction can perhaps be reduced to feeling content with one's job, the notion of (active) employee engagement requires individuals to be positively absorbed by their work and fully committed to advancing the organization's interests. Increased employee engagement thus represents a more difficult hurdle to clear.
The generally low worldwide levels of employee engagement may also underlie why many people do not report being happy while at work. In fact, a recent study collected data from individuals at different times of the day via a smartphone app.
34 Troublingly, the authors found that paid work is ranked lower than any of the other 39 activities individuals can report engaging in, with the exception of being sick in bed. The more precise extent to which people are unhappy at work varies with where they work, whether they combine work with other activities, whether they are alone or with others, and the time of day or night that respondents are working. We also consider how the varied job types studied above are related to measures of job satisfaction and employee engagement. Figure  6 .10 paints a picture for the relationship between job type and job satisfaction that closely tracks the trends that were reported earlier for the links between job type and the more general measures of subjective wellbeing. Senior professionals report much greater job satisfaction as compared to all other job types. The relationship between job type and employee engagement reveals an interesting and important difference with all other wellbeing measures looked at so far in relation to job type. Figure 6 .11 shows clearly that business owners report being much more actively engaged at work as compared to all other job types.
When considering job satisfaction and engagement across the world's regions in Figures 6.12 and 13, we observe the same general trends that were inferred from the global data. It is worthwhile to note, however, that some regions see much starker differences in job satisfaction between job types. For example, in Central and Eastern Europe and in the MENA region we find that about 90% of senior professionals report being satisfied with their job whereas this number drops to little over 60% for workers in the farming, fishing, or forestry industries. No such large differentials in job satisfaction are found in Western Europe or North America, Australia, and New Zealand. In terms of job engagement statistics, Figure 6 .13 indicates that the outlier remains being a business owner across most regions with the exception of South and Southeast Asia. Tables 7 and 8 report regression results of the relationships between job types and job satisfaction and engagement by region, controlling for the usual set of income, demographic variables, as well as country and year fixed effects. Notwithstanding the introduction of the control variables, we find that the results largely mirror the descriptive statistics, the main exception being that the correlation between being a business owner and being actively engaged is now only statistically significant for Western Europe and Central and Eastern Europe. In an online appendix ( Figures A6.4-5) we also split these descriptive statistics on job type and job satisfaction and engagement by gender. The separate findings for men and women do not lead us to largely different interpretations from the general trends reported above. Standard errors in parentheses adjusted for clustering at the country level. Outcome variables are standardized to have mean=0 and SD=1. Further controls: log income, education level, marital status, household composition, gender, age and its square. Sample is 21-60 year olds. p < * 0.1 ** p < 0.05 *** p < 0.01.
Job Characteristics and Subjective Wellbeing
We now turn to look more closely at job quality. We have seen that being in work is a strong predictor of higher subjective wellbeing and that certain broad types of jobs are associated with higher and lower levels of individual happiness, even once we control for confounding variables such as income and education. But what is it specifically about these different types of jobs that produce different levels of wellbeing across individuals?
In order to answer this question more precisely we draw on data from the European Social Survey (ESS), which benefits from more detailed questions about job characteristics together with several measures of subjective wellbeing. What ultimately makes for a 'good job'? For a long time the answer to this important question was simply how much the job paid, and occasionally also how many hours of labor it entailed. The ever-increasing amount of survey data available now allows us to go much further than this, and ask what particular aspects of a job are most predictive of different measures of wellbeing. In the ESS, for example, respondents who are in work are asked about the amount of variety their job entails, how much autonomy they have in how they carry out their work, how much support they receive from co-workers around them, along with a number of further job characteristics.
By regressing subjective wellbeing measures on such measures of work design, together with earnings and a number of other demographic variables, we are able to infer what matters most to people in their working lives. This is a distinctly democratic way of investigating what exactly makes a 'good job.' Rather than impose certain ideas about which characteristics are most important in a job, using multivariate regression analysis in this way we allow workers themselves to determine which aspects of their jobs are the biggest drivers of their wellbeing. Much of the literature in this vein focuses on the elements of jobs that correlate with job satisfaction
35
, but it is also important to know what elements of people's jobs ultimately feed through into how they evaluate their lives as a whole, as well how job characteristics affect the emotional states that people experience as they proceed through their lives. We thus follow much of the existing literature in estimating job satisfaction equations, but also investigate the effects of job characteristics on life satisfaction, general happiness "taking all things together," as well as a positive affect measure referring to emotions felt in "the last two weeks."
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In line with the literature and general intuition, we find that higher wages are indeed predictive of greater wellbeing. Those in well-paying jobs are happier and more satisfied with their lives and jobs than those in the lower income brackets. The relationship is roughly log-linear, however, suggesting that there are diminishing returns to higher income: an extra $100 of salary is worth much more to someone at the lower end of the income distribution than someone already earning much more. It is still striking that a number of further aspects of people's jobs are strongly predictive of the different measures of subjective wellbeing even once we condition upon log earnings.
As always, these regressions control for a standard set of demographic variables, but here we also control for industry as well as occupation dummies. That is, when we ask about having a lesser or greater amount of a specific job characteristic -be it autonomy, security, co-worker support, or whatever else -we are comparing workers who have the same occupation and who work in the same industry.
What is important, beyond income? Work-life balance comes out in Table 6 .9 as perhaps the strongest workplace driver of an individual's subjective wellbeing. This turns out to be true across the board, in terms of people's life and job satisfaction, general happiness, and Those who have a job that leaves them too tired to enjoy the non-work elements of their lives report levels of positive affect in their day-to-day lives that are substantially lower than those who do not. Furthermore, workers who report that their job interferes with their ability to spend time with their partner and family, as well as those who 'bring their job home' with them by worrying about work matters even when they are not at work, report systematically lower levels of subjective wellbeing across all four measures, controlling as always for the usual covariates, including the level of remuneration they receive and the number of hours they work per week.
We can also see in Table 6 .9 that the content of the job is important. Those with jobs that entail high levels of variety and the need to learn new things are more satisfied with their lives and their jobs and experience more positive emotions day-to-day. Further, individual autonomy in the workplace is a significant driver of happiness: having control over how the workday is organized as well as the pace at which the employee works is positively correlated with higher wellbeing outcomes. Conversely, those with jobs that involve risks to their health and safety generally score worse on the measures of subjective wellbeing captured in this survey.
Social capital in the workplace is even more important. The level of support that a worker receives from his or her fellow workers is very strongly predictive of all four measures of subjective wellbeing in the sample, as is being able to have a say in policy decisions made by the organization for which the employee works. Furthermore, workers who report being a member of a trade union are generally more satisfied with their jobs, though the differential in life satisfaction as well as positive affect between union and non-union workers is statistically insignificant in the sample.
As we saw earlier in our discussion of the spillover effects of unemployment, job security is a robust driver of individual wellbeing. Those who feel their livelihood is at risk systematically report lower levels of subjective wellbeing than those who report having high levels of perceived job security. Connected to this is the notion of being able to 'get on in life': those who feel they have a job that has good opportunities for advancement and promotion -even controlling for their current level of remuneration and the current content of their job -feel more satisfied with their jobs and lives and also tend to experience more positive affective states.
Finally, bosses have been shown to be important. Although the data does not permit us here to measure and quantify the importance of who one's boss is and how he or she affects one's wellbeing, recent work has demonstrated that bosses and supervisors can play a substantial role in determining subjective wellbeing. In particular, the competence of bosses has been shown to be a strong predictor of job satisfaction, even controlling for individual fixed effects in a longitudinal analysis that follows people who stay in the same job as their boss gains (or loses) competence over time.
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Conclusion
As has been shown in the various editions of the World Happiness Report, national levels of subjective wellbeing vary greatly across the globe. The different kinds of work that people in different corners of the world do may well contribute in some way to these cross-country differentials. After all, work makes up such an important part of our lives. The structure of economies differs a great deal, both across countries at any one point in time as well as within countries as they develop over time. Thus the kind of work that people actually engage in during their days differs greatly -whether they sit in offices, work on production lines, or work in the fields -and this can be a potentially contributing factor to the global differences in wellbeing that we observe.
This chapter has aimed to bring an empirical perspective to the relationship between happiness and employment, job type, and job characteristics around the world. Throughout the world, employed people evaluate the quality of their lives much higher than those who are unemployed. The clear importance of employment for happiness emphasizes the damage that unemployment can do. As such, this chapter delved further into the dynamics of unemployment to show that individuals' happiness adapts very little over time to being unemployed and that past spells of unemployment can have a lasting impact even after regaining employment. The data also showed that rising unemployment negatively affects everyone, even those still employed. These results are obtained at the individual level, but they also come through at the macroeconomic level, with national unemployment levels being negatively correlated with average national wellbeing across the world.
We also considered how happiness is related to the broad type of job being performed. The principal result on job type is that data from around the world reveal a significant difference in how manual and non-manual labor are related to happiness. Even when accounting for relevant covariates between these two broad categories of job type, we found that blue-collar work is systematically correlated with less happiness. We also investigated job quality more closely by looking at specific workplace characteristics and how they relate to happiness. Well-paying jobs are conducive to happiness, but this is far from being the whole story. A range of further aspects were found to be strongly predictive of varied measures of happiness. Some of the most important job factors that were shown to be driving subjective wellbeing included work-life balance, autonomy, variety, job security, social capital, and health and safety risks.
The results and inferences drawn from the available data are far from exhaustive but aim to inspire further research as well as provide some empirical guidance to employees, employers, and policy-makers. Given the importance of employment for happiness, it is evident that even more weight could be given to fostering employment. Equally, policies aimed at helping people to manage the non-monetary as well as the monetary difficulties associated with being unemployed, in addition to helping them back into work, will likely help to raise societal wellbeing. In addition to the quantity of jobs, policy instruments can be used to encourage employers to improve the quality of jobs. In turn, recent research suggests that high levels of worker wellbeing may even lead to gains in productivity and firm performance, 38 a finding that points toward the benefits of engaging in what might be called 'high-road' employment strategies conducive to employee wellbeing. Generally, the analyses reported in this chapter provide additional empirical evidence for the merit of policies that focus on both the quantity and the quality of employment to support worldwide wellbeing. 6 The questionnaire measure asks respondents to chose whether they are either "satisfied" or "dissatisfied" with their job.
7 The survey measure asks respondents how engaged they are with the job they do, with 3 response categories: "actively engaged", "not engaged", and "actively disengaged".
8 Throughout this chapter we restrict our analyses to the working age population between the ages of 21-60.
9 We follow a procedure analogous to that outlined in Chapter 2. When calculating world or regional averages, we in all cases use population-adjusted weighting. Gallup's own weights sum to the number of respondents in each country. To produce population-adjusted weights for the period 2014-2016 here, we first adjust the Gallup weights such that each country has an equal weighting. We then multiply that weight by the total population aged between 15 and 64 in 2015 (this population data is drawn from the World Bank's World Development Indicators).
10 See, e.g., Clark and Oswald (1994); Clark (2010) ; Kassenböhmer and Haisken-DeNew 2009 11 See, e.g., Clark and Oswald (1994) ; Winkelmann and Winkelmann (1998); Helliwell and Huang (2014) .
12 The non-pecuniary effects of unemployment have been the subject of decades of research in psychology and economics. A seminal study back in the 1930s (Eisenberg and Lazersfeld 1938) , for example, found that, when someone loses their job they lose not only their income but also other things that are important to them such status, social contact with others in the workplace, and daily structure and goals.
13 Evidence for this has been provided by a handful of studies including recent work on a large-scale US panel study that evaluated whether the wellbeing of adolescents predicted their labor market outcomes. De Neve and Oswald (2012) found that adolescents and young adults who report higher life satisfaction or positive affect grow up to earn significantly higher levels of income later in life (controlling for socio-economic status) and significant mediating pathways included a higher probability of getting hired and promoted.
14 See, e.g., Blanchflower and Oswald (2004) .
15 Kassenböhmer and Haisken-DeNew (2009).
16 It is worth noting that self-employment can refer to a huge range of things -from owning a large multinational grocery chain all the way to being a sole-trader on a market stall.
analysis (i.e. we exclude any left-censored spells). For each individual, we look only at the first occurrence of unemployment they experience in the panel, and examine how the respondent's happiness adapts as they experience their first spell of unemployment. Specifically, we run the following regression:
LS it = α i + θ'X it + β -4 U -4,it + β -3 U -3,it + β -2 U -2,it + β -1 U -1,it + β 0 U 0it + β 1 U 1it + β 2 U 2it + β 3 U 3it + β 4 U 4it + ε it
where LSit refers to the life satisfaction on a 0-10 scale of person i in year t and X is a vector of control variables typical to the literature. Those who are unemployed are split into five categories: the U dummies (U0 to U4) refer to those who have been unemployed for under a year, those unemployed between 1-2 years, and so on up to four (or more) years. The U-4 to U-1 dummies refer to future entry into unemployment in the next 0-1 years, 1-2 years and so on. Figure 4 reports these lag and lead coefficients from this equation, along with 95% confidence intervals. The omitted category in this equation is those who will not enter into being unemployed in the following four years. The sample is all those individuals who are not unemployed in their first year in the panel. The α I term is an individual fixed effect, such that the adaptation we are examining here compares the life satisfaction of someone who has been unemployed for 3 years with their own life satisfaction before becoming unemployed.
21 See, e.g., Clark et al (2001) ; Knabe and Rätsel (2011) .
22 Di Tella et al (2001) .
23 E.g. Knabe and Rätsel (2011); Luechinger et al (2010) .
24 In addition to job insecurity effects caused by others' unemployment, there may be further psychological conduits. One is that in times of high unemployment people may be more likely to stay in jobs they do not particularly enjoy, given the difficulty of finding a more agreeable job when labor market conditions are poor. A second is that those who are left in work may feel some level of guilt being unemployed whilst those around them are being laid off and suffering the consequences of job loss. Finally, there may be more immediate spill-over effects, with those close to unemployed people -spouses and other family members in particular -suffering as they live with and attempt to provide support for the unemployed 25 See Clark (2003) .
26 In order to present an up-to-date picture of the relationship, we calculate the 2016 unemployment rate for each country using the Gallup World Poll sample. This is the fraction of those participating in the labor force between the ages of 21 and 60 who report being unemployed. The most recent set of unemployment rate figures produced by the World Bank (in the 2016 World Development Indicators) pertain to 2014; an analogous analysis using this data together with the 2014 Gallup data produce similar results.
27 Note that Helliwell and Huang (2014) obtain the negative correlation between unemployment and wellbeing in the cross-sectional data for the United States without even including those individuals that are themselves unemployed.
28 See, e.g. Kristof-Brown et al (2005) for a review.
29 See, e.g., Rosen (1986) .
30 See, e.g., Bonhomme and Jolivet (2009) .
31 Our analyses do not address the theory of "compensating differentials" head-on but it is worthwhile noting that there are a number of possible reasons behind why such stark differences are observed in the happiness levels associated with different job types even though compensating differentials in terms of income may suggest otherwise (holding skill levels constant). One plausible reason being that most individuals may not have a wide range of options to choose from in terms of which type of job to perform (even when holding skill levels constant) and, as such, there is not as much free movement between job types as economic theory would have it. Another reason why we find that the classic notion of compensating differentials does not fit these data well is because monetary compensation is really only but a part of the overall package of job characteristics that relate job type to happiness.
32 See, e.g., Freeman (1978) ; Harter et al. (2002 Harter et al. ( , 2003 ; Bockerman and Ilmakunnas (2012) , Judge et al (2001) .
33 The question was incuded in the Gallup World Poll between 2006 and 2012. Here we map the country averages over this period. More detailed information on these figures is provided in Table A6 .13.
34 Bryson and Mackerron (2017) .
35 See, e.g. Clark (2010) . There are a number of approaches to the measurement of job quality. For a useful overview, see Osterman (2013) .
36 The survey questions we use are: 1) "All things considered, how satisfied are you with your life as a whole nowadays?" 2) "Taking all things together, how happy would you say you are?" 3) "How satisfied are you in your main job?" 4) A positive affect measure aggregated from three questions asking how much in the last two weeks the respondent has "felt cheerful and in good spirits", "felt calm and relaxed", "felt active and vigorous".
37 Artz et al. (2016) .
38 See, e.g., Oswald, Proto, and Sgroi (2015) , Edmans (2011), and Harter et al. (2002) 
